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Significance of the Study 
The administrators and employees of Black Hawk County Depart¬ 
ment of Social Welfare have been concerned over a period of time 
about turnover in social casework personnel at their agency. Interest 
has been expressed in discovering reasons for the separations. This 
study was undertaken with the hope that it might be helpful in es¬ 
tablishing guidelines for persons responsible for recruitment and dis¬ 
charge of social casework personnel at this agency. 
Separation has caused concern because it handicaps the agency 
in its efforts to provide effective social services for clients; it is 
costly and unproductively time consuming; and it is responsible for the 
weary cycle of recruitment of employees, orientation, production and 
separation of social casework personnel. 
One of the investigator’s interests in undertaking this study 
was to discover reasons that lead social casework personnel to separate 
from this agency. This information would then be made available to 
the administrators of Black Hawk County Department of Social Welfare 
to use as might be appropriate for revision in areas of conflict that 
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are reflected in this study» 
Unified efforts are being made in many geographical areas 
in conjunction with the professional sooial work organizations to 
elevate the status of social work. There is a need f'or the pro¬ 
fession to gain greater social acknowledgment of the value of the 
services they provide the community. The high turnover in social case¬ 
work personnel could possibly contribute to the poor image the social 
work profession portrays to the public. Any contributions social 
welfare agency administrators can make toward changing the high turn¬ 
over rate would help to improve this image. 
The geographical area in which this agency is located is not 
one with many attractive elements, therefore it is more difficult to 
secure qualified social work personnel. Iowa is an inland state with 
few natural sites for vacationing. The salary of the unskilled 
laborer is frequently higher than that of a professional because of 
the large number of industries. The political leaders tend to be con¬ 
servative and resistive to minor change. These factors are disenchant¬ 
ing to professionals and tend to force them into other types of work 
in this geographical area or to leave the area altogether. 
Separation, the end result being turnover in social casework 
personnel, is important to social caseworkers and administrators 
because of its cost and hindrance to effective social services. The 
strain on clients, forcing readjustment to new social caseworkers, is 
one of the difficulties. It has been explicitly stated in the 
3 
literature that there is reoognized need to study factors which con¬ 
tribute to the problem of social casework turnover. This problem is 
not limited to Black Hawk County Department of Social Welfare, nor 
the field in general. It is apparent in most social welfare agencies 
as well as in other related fields where services are rendered on a 
non-profit basis. This is an acute problem in the related fields of 
nursing and teaching, and is brought out in the review of the literature. 
Purpose of the Study 
The purpose of this study was to discover and analyze factors 
related to turnover in social casework personnel at Black Hawk County 
Department of Social Welfare during the period January 1, 1964, through 
December 31, 1967. In an attempt to identify and pinpoint some of the 
factors related to the separation of social casework personnel from 
Black Hawk County Department of Social Welfare, it is expected that the 
following areas will be explored; 
1. What is the separation rate of social casework personnel? 
Is it excessive as compared with other areas of employ¬ 
ment? 
2. What types of separations are represented in the total 
group and what percentage does each type represent? (i.e. 
resignations, educational leave, retirements, etc.) 
3. What was the nature of the reasons for separations? (i.e. 
personal or agency related) 
4. What are the characteristics of the social casework 
personnel who separated from the agency? 
5. Were there any distinctions of characteristics between 
those who separated to attend graduate school and those 
who separated for other reasons? 
4 
6» What are the career plans of those who left to attend 
a graduate school of social woricî 
7. What recommendations for improvements were made by 
those who separated from the agency? 
Review of the Literature 
Social agency administration has long been concerned with the 
extreme mobility of workers within the field of social work. Not 
only are administrators plagued by the chronic shortage of staff 
in the field, but are also plagued by the secondary phenomena of 
workers from agency to agency within the field.- Repeatedly, the 
complaint has been voiced that staff turnover handicaps agencies 
in their efforts to provide effective services for clients, is 
costly and time consuming, and is partially responsible for the 
poor image the social work profession portrays to the public.^ 
One of the high costs of administration is turnover, since new 
people, no matter how well qualified, must have a period of on-the-job 
training and induction into the philosophy, policies and procedures of 
the agency. With the general inadequacy of staffing patterns in public 
welfare in relation to the size and complexity of the caseloads, the 
costs of vacancy and turnover rates become even greater in these agen- 
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cies than they would otherwise be. "A high turnover rate has been 
Saul Eisenberg, et. al., "Determinants for Job Changing-A Pilot 
Study" (unpublished Master’s Thesis, New York School of Social Work, 
Columbia University, 1957), p. 6 
2 
U.S. Department of Health, Education, and Welfare, Social 
Security Administration, Children's Bureau, Study of Staff Losses in 
Child Welfare and Family Service Agencies, by William B.' Toll'en 
(Washington, D. C.t U.S. Government' Printing Office), p. 1. 
en Winston, "Sounder Public Welfare Programs Through Adequate 
Staffing," A Platform for Public Welfare in the South Toward Improving 
Public Welfare Personnel (Atlanta, Georgia» Southern Regional Educa'-" 
tional Board, March 1964), p. 9. 
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associated with sex, age, education, minority groups, height, weight, 
1 and other features. 
Other obvious explanations are at hand of this mobility such 
as the employment of women whose attachment to the labor market is 
tenuous, a consistently tight labor market wherein agencies are con¬ 
stantly competing for the available staff and a field characterized by 
2 
low salaries. According to Tollen, in a comprehensive study done in 
1960 of staff losses in child welfare and family service agencies, 
authentic or comparable data on previous turnover in child welfare and 
family service fields and on turnover in the social work and other pro¬ 
fessional fields were not available, and the data that was available 
g 
lacked uniformity—turnover was variously defined and computed. 
In surveying the literature, the attempt was made to get at the 
scope of the problem and to detect the factors which seemed involved 
in social work personnel turnover and to construct a questionnaire, 
based on this information, designed to get at the cause of turnover of 
personnel at Black Hawk County Department of Social Welfare. As noted 
above, and with which the investigator concurs, there was a dearth of 
information in regard to the cause of the problem, though the litera¬ 
ture is replete with voiced complaints about the problem. However, 
there were several studies found that dealt specifically with the 
■^G. Y. Cornog, "The Personnel Turnover Concepts A Reappraisal," 
Public Administration Review, XVII, Ho. 4 (Autumn, 1957), p. 255. 
p 
Eisenberg, op « oit. 
3 
Tollen, op. oit., p. 82 
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problem of social work personnel turnover and several that dealt with 
this problem in related fields such as nursing and teaching. Review¬ 
ing observations about social work personnel turnover and related 
factors of those of nursing and teaching will be of interest, particu¬ 
larly in view of the concerted efforts being made in many quarters to 
elevate the status of these professions and to gain greater social 
acknowledgment of the indispensable value of the services they provide 
the community. 
Turnover data for professional nurses would be of interest 
because of the significant employment characteristics they have in 
comnon with social workers; most of the members of each professional 
group are employed by, or work in, nonprofit agencies or settings, 
special education beyond the high school level is required of each, 
though in varying amounts; and in each group women predominate numeri¬ 
cally.1 
One of the studies had to do with the cost of turnover in¬ 
volved in nursing personnel. Though it differs from the cost of turn¬ 
over in the field of social work, it was of interest because it showed 
the very high cost of turnover in a related field where no such infor¬ 
mation was available for the field of social work. Because social work 
agencies are not obliged to show a profit and because these agencies 
are not subject to a kind of deficit financing, they are not overly 
cost conoious. To a large extent, our social work administrators are 
Tollen, op. cit., p. 83. 
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casework practioners at heart who have gone into administration out 
of financial necessity.'* The main cost of "production" in social work 
lies in personnel or salaries and thus it is important to keep a 
stable group to aid with the most economic administration of the job. 
Business and industry have long recognized that one of the main func¬ 
tions of management is to determine the weaknesses in effective and 
efficient production and to do something to eliminate them. It may be 
that social work needs to look more olosely at business and industrial 
management for answers to the problem of effective and efficient manage¬ 
ment. Possibly, students and practitioners who are elevated to manager¬ 
ial positions need to be exposed more to management and administrative 
classes in schools of social work to correct some of the deficiencies 
in this area. 
Sturdivant, in a study of the turnover snd its cost in hospi¬ 
tals, states that "business and industry have long been aware of the 
significance of employee turnover (the movement out of and into the 
work force) and have developed various methods of determining its volume 
2 
and its costs. Social work administrators have long been aware of 
the seeming lack of available data, not much has been done in the way 
of developing methods of cost determination and volume of turnover. It 
would appear that this kind of data would be invaluable in investiga¬ 
ting and alleviating the problem and its high cost to the agencies in- 
%athaniel Goodman, "Salaries, Costs, and Workloads," Social 
Work, IV, Wo. 1 (January, 1959), pp. 49-57. 
2 
S. Sturdivant, "A Study of Turnover and Its Cost," Hospitals, 
XXIX, Pt. I (May, 1958), p. 50.* 
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volved. 
Sturdivant found that hospitals have not developed methods 
of determining the volume of turnover. The complexity and lack of 
definition of the entire turnover prooess hindered the development of 
methods of analysis of turnover costs in hospitals. The direct cost 
of turnover includes salary, volume of time spent by out-going and in¬ 
coming personnel and other personnel in various phases of the turnover 
process, plus the cost of supplies and services utilized. The turn¬ 
over prooess includes specific and additional activities necessitated 
by loss and replacement of a worker. Termination was by discharge or 
resignation and accession was accomplished through the five steps of 
recruitment, selection, employment (contact), orientation (familiari¬ 
zation with surroundings), and training and learning--which was quite 
expensive. The turnover rate of the hospitals under study was just 
over 63 percent of study population included in the study year. The 
total time spent by new and old employees in the turnover process in 
the study year amounted to the equivalent of 4,094 eight-hour days with 
the average cost per person being $125.32.^ 
Levine and Wright, using the cost and percentage figures of 
the Sturdivant study, found that if these data were applied to the 
total of all resignations in hospitals across the country, they would 
add approximately 100 million dollars to the cost of running hospitals. 
Waste created by personnel turnover is costly not only in the monetary 
^Ibid., pp. 50-55. 
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sense, but also in the level of job satisfaction, thereby affecting 
the volume and quality of work produced. Turnover rates can be used 
to measure the effect of changes in personnel policies in hospitals-- 
downward turnover signifies favorable changes. Turnover rates can 
help to localize trouble spots in specific classes of positions or 
specific organizational units of hospitals.’*' 
Some factors involved in personnel turnover in hospitals, which 
may be of relevance to turnover in social work personnel, were found 
to be of a personal nature, rather than dissatisfaction with the job as 
was expected, S. Wright found that hospital and nursing administrators 
felt that turnover is largely dependent upon job satisfaction far nurses. 
He found that factors involving personal problems outside the hospital 
may be more important than attitudes toward particular working condi- 
2 
tions and job separation. 
The above mentioned study included all the nursing personnel 
of three hospitals. An opinion questionnaire was developed and given 
to all the personnel. The investigators waited for one year to see 
which individuals would leave and then analyzed the results. Leavers 
and stayers were compared as to their attitudes toward the hospital. 
General job satisfaction scores were computed for both leavers and 
stayers. Averages were then computed to see if significant differences 
E. Levine and S. Wright, "New Ways to Measure Personnel Turn¬ 
over in Hospitals," Hospitals, XXI, No. 15 (August, 1957), pp. 38-43. 
2 
S. Wright, "Analyzing Turnover Among Hospital Personnel-Turnover 
and Job Satisfaction," Hospitals, XXI, No. 19 (Octciber 1, 1957), pp, 47- 
48. 
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in satisfaction were evident. Leavers were more dissatisfied, but 
not to any large extent, and it was concluded that leaving and job 
satisfaction have something to do with each other, but turnover is 
not largely dependent upon job satisfaction. 
Age, experience, tenure, and job stability (the average number 
of months a person remained on the job in the hospital) had weight in 
the turnover picture. It was found that a much larger percentage of 
the "under twenty-four years old" left as compared with those older- 
fewest leavers took place among those who were forty or more years old. 
A higher percentage of persons with six or more years of experience 
were much less likely to leave than those who had less experience 
(tenure). Those who stayed with the hospital averaged staying twice 
as long as those who left, with the greatest exodus occurring in the 
group which had been there for one and two years. In all probability 
they would remain much longer if employed for over three years. Job 
stability is about twice as high for stayers as for leavers with pro¬ 
fessional nurses, and fifty percent higher for stayers of the practical 
nurses. It was concluded that the older the nurse, the more extensive 
her experience is apt to be, the longer she tends to stay on the pre¬ 
sent job, and, therefore, the higher her job stability is likely to be. 
In another study of hospitals, factors relating to age, skill, 
sex, and salary were found relevant to personnel turnover in hospitals 
and may have some application to the turnover problem in social work. 
^Ibid., pp. 47-48. 
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The worst fears of hospital administrators concerning excessive turn¬ 
over of hospital personnel were confirmed in a study by Levine. In a 
selected representative sampling of sixty hospitals, Levine found that 
the high rate of turnover of hospital personnel was caused mainly by 
the job instability of certain groups of workers--young, unskilled, 
low-paid, temporary and women. It was found that 57.5 of all hospital 
personnel (administrators, nursing supervisors, head nurses, pro¬ 
fessional staff nurses, practical nurses, aides, orderlies, attendants) 
terminated employment annually, with the professional staff nurse, 
66.9, having the highest turnover rate.''" 
Comparable data on turnover among teachers has recently become 
available. The teaching profession has long considered turnover one 
of its major stumbling blocks and has recently initiated bold measures 
to understand and control it. 
As with social work, sctne further observations about turnover 
of teachers and related factors may be of interest, particularly in 
view of the concerted efforts being made in many quarters to elevate 
the status of teachers and to gain greater social acknowledgment of the 
indispensable value of the service they provide the community. 
The proportion of men among classroom teachers, twenty-five 
percent, was considerably greater than among caseworkers included in 
this study, fifteen peroent. Of all new public school teachers at 
the beginning of the 1956-57 school year, 37 percent were men (21 per- 
■4ü. Levine, "Turnover Among Nursing Personnel in General 
Hospitals," Hospitals, XXXI, No. 17, 1957, pp. 50-53, 138-42. 
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cent in elementary schools and 59 percent in secondary schools). Of 
all the beginning teachers, 72 percent had no graduate education (64 
percent for secondary teachers), including 14 percent who had no 
bachelor’s degree. The remaining 28 percent included 17 percent who 
had less than 1 year of graduate education, 6 percent who had one or 
more years but no master's degree, and 5 percent who had a master's 
degree. A matter of great concern to educational leaders was the fact 
that half of the beginning teachers did not expect to be teaching five 
years later; 66 percent of the women, and 25 percent of the men.'*' 
The problem of turnover of social work personnel has been of 
concern to administrators for at least as far back as 1948. At that 
time a study of the problem in private and public social welfare 
agencies in the Cleveland area was completed by the Welfare Federation 
of Cleveland with their findings and observations of factors that 
seemed to be involved in social work personnel turnover as follows: 
At least six trends in the turnover of professional social 
work personnel are clearly visible. 
(l) The turnover during the 34 month period (Januaiy 1, 
1944, to Ootober 31, 1946) constituted a ratio of 85 workers 
leaving to 100 employed at the beginning of the study 
period. It is important to note, however, that approxi¬ 
mately 50 percent of the workers in the employment of the 
agencies in October, 1946, had been employed at their 
respective agencies three years or more. This would mean, 
therefore, that the total turnover took place in about half 
the staff positions. 
The continuity of the turnover rate, as observed during the 
Tollen, op. cit., p. 84. 
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study period, should mean that the turnover problem 
in social work can, by no means, be dispensed with by 
terming it purely war-related sinoe the problems per¬ 
sist. The same continuity of turnover is to be 
observed for every individual group of agencies. 
(2) The field of professional social work may have to re¬ 
concile itself to the realization that, in its larger 
segment, the female group, almost two out of three 
workers leave their positions for reasons about which 
little can be done. Among these reasons, marriage, 
maternity, family responsibilities and husband’s loca¬ 
tion changes ranked high. All groups of agencies show 
this phenomenon with very little deviation from the 
average. This leads to the observation that in the 
fields where a high educational level prevails (for in¬ 
stance, private social casework and medical social ser¬ 
vice), female workers are not, by virtue of their invest¬ 
ment in social work education, more immune against s 
separation than those who have not made that invest¬ 
ment. It must be noted, however, that approximately 
10 percent of workers who were listed under "reasons 
about which little could be done" joined the staff of 
another social agency after their arrival in a new 
community where they had gone with their husbands. 
Married women may also return to the profession after 
their children have grown up. 
(3) While the percentage of those who leave for "reasons 
about whioh little can be done" is high, the fact rœiains 
that during the study period, 97 female workers left 
for professional advancement and higher salaries. This 
figure itself is high. The separation of these 97 female 
social workers, whose breaking away from their agency 
could perhaps have been prevented, is a phenomenon which 
merits close attention. 
(4) The men’s group shows a high proportion of reasons for 
leaving which probably could have been prevented if oppor¬ 
tunities for professional and salary advancement would 
have been available. 
Of the men, 52.9 left for higher salary and professional 
advancemaat, and 13.2 for reasons which may be related to 
personnel practices. 
Less than 30 percent left for reasons about which little 
could be done. About one-fourth of this 30 percent left 
14 
for military service. This suggests that the ratio of 
30 percent may have been lower. 
The following trend is obvious! Male social workers 
(most of whom are married) have to attach more signifi¬ 
cance to higher salaries than women. Unless they re¬ 
ceive a compensation equivalent to the one which is 
offered by another agency (usually out of town) or which 
offered in some other employment setting (almost 20 per¬ 
cent of the men want into non-social work jobs but used 
sooial work skills), they are bound to separate at an 
early stage of their employment. This seems to be 
especially true of those male social workers who are em¬ 
ployed as ’’workers” in the various types of casework 
agencies. The well-paid male social worker, however, 
seems to be a relatively low turnover risk. 
(5) Both the men's and women's groups leaving for higher 
salaries and professional advancement show a high propor¬ 
tion with professional education in a school of sooial 
work. It may also be observed that two groups of agencies 
emphasizing high educational standards, namely, private 
casework and medical social service, show the highest 
turnover rate of all groups of agencies. Public welfare 
with its relatively low percentage of professionally 
trained workers shows a low turnover rate, and probation, 
reporting no turnover, does list a single worker with social 
work education. This picture leads to the following specu¬ 
lation! social work is in a transition period, moving in 
the direction of better professionally educated personnel. 
Public welfare is not always able to pay the higher 
salaries which go with high professional standards. Private 
social work is in a better position to do so, but as there 
seems to be a competitive market for well-trained profes¬ 
sional social work personnel, social agencies, which do 
not pay salaries equivalent to those offered outside the 
study area to certain types of workers, are bound to lose 
workers who arewilling and able to accept employment in 
another community. While the employment of highly trained 
workers adds to the professional efficiency of the agency, 
it contains the very seed out of which an early separation 
may grow. 
When workers are protected by personnel practices and 
salary opportunities are satisfactory to the social worker, 
professional education m^ present no special turnover 
problems in the case of those who plan to stay in social 
work. 
15 
(6) A majority of those social workers who joined the staffs 
of other agencies go to agencies located outside the study 
area. These workers are lost not only to their respective 
agencies, but to the area. 
The study material ought to enable agency executives to 
spot ’’prédispositions to possible separations" in many 
individual employment situations. In connection with the 
process of evaluating the individual turnover risks which 
the professional staff members present, the breakdown of ^ 
the material by groups of agencies and sex may be helpful. 
Though this is an "old study," some of the information and 
observations seem relevant to the present day problem of social work 
personnel turnover and the factors whioh may be involved in job chang¬ 
ing. 
A study completed by Eisanberg on determinants for job 
changing, utilizing the members of the Psychiatric Section of the New 
York City Chapter of the National Association of Social Workers as 
its study population, is worth noting for its significance as it re¬ 
lates to the high job mobility of social workers. They asked ques¬ 
tions specifically pertaining to three areas: (l) What did they feel 
was the main determinants in social workers general charging jobsj 
(2) What would they consider as the main determinants if they were 
thinking of changing jobs; (3) What were the main determinants in their 
changing from their past to present job. 
There were 79 percent who felt that salary was the main deter¬ 
minant whioh contributed to job changing in the field of social work, 
while 65 percent felt greater opportunity far advancement was the 
^Welfare Federation of Cleveland, Ohio, Research Department, 
Study of Turnover of Professional Social Work Personnel in Greater 
Cleveland (Cl'eveland, 0 hio: The Federation, Mimeographed, 1947), 
pp. 20-25. 
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greatest motivating factor in job changing among social workers. Some 
64 percent felt supervisory reasons were the main factor and 51 per¬ 
cent felt that the need to broaden their professional background was 
the main determinant in changing jobs. A desire to practice in another 
specific geographic location was thought to be the main determinant in 
changing employment for 27 percent. 
The main determinant whi ch 69 percent would cens id er in chang¬ 
ing jobs was interest in professional growth, 66 percent would consider 
a job change to obtain a higher salary, 56 percent would consider 
changing if there were opportunities for advancement and 55 percent 
would consider a job change if they could practice in a specific geo¬ 
graphic location. 
Dissatisfaction with their salary and the salary scale was the 
main determinant which influenced 69 percent in their decision to change 
employment, 45 percent changed employment to broaden their professional 
background, and 37 percent changed employment because of a desire to 
practice in a different setting. 
In comparing; their present job v/ith their former job, 71 per¬ 
cent indicated their salary range was better, 70 percent that their 
current salary was better, 52 percent that their opportunity to parti¬ 
cipate in administrative decisions was better, and 57 percent that 
their new job offered more satisfaction. Those remaining on their pre¬ 
sent jobs for two years,were 50 percent. The type of caseload seemed 
to be the main reason why these workers remained on the job, indicating 
that a stabilizing factor in job changing would be satisfaction with 
the type of clientele with which the worker deals. Matters of the 
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professional (administrative responsibilities, prestige of the 
agency in the community, and in the profession, etc.) were, as a 
group, the next main reason why workers remained on their present 
j obs. 
The most recent exhaustive stuc^r of the factors involved in 
the separation of social work personnel from various agencies was 
done by the U.S. Department of Health, Education, and Welfare in 
I960.'' It was undertaken in order to determine the reason that people 
leave their positions in the public child welfare, voluntary child 
welfare, and voluntary family service fields. It was nation-wide in 
scope, including Alaska, the District of Columbia, Hawaii, Puerto Rico, 
and the Virgin Islands, and included one-fourth of the estimated 
100,000 full-time social workers employed in all U.S. agencies in 
early 1957. 
It was found that over 27 percent of the average number on 
duty from January 2, 1957, to January 1, 1 958, were separated by the 
end of the year. To a substantiel degree, the staff was composed of 
precisely those employees who are turnover-prone. Women outnumbered 
men nearly 5 to 1. One-fourth of the women were under 31 years of 
age, 45 perçait were single (18 percent of the mai); and a majority 
of those married were of child bearing age. One-fifth of si 1 the 
employees and one-fourth of all caseworkers on duty at the beginning 
of the study year had been employed in the agency less than a year. 
One-third of all the employees and two-fifths of all the caseworkers 
^Tollen, op. cit., pp. 2, 105-7, 109, 
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had been employed in the agencies for less than 2 years» 
Nearly three-fourths of the resignees had taken new jobs in 
fields of social work other than the one from which they resigned; 
only 26 percent were reemployed in their field of resignation. Men 
resigned at a greater rate (20 peroenfc) than women (17 percent); fully 
trained men had a greater rate (70 percent) than fully trained wan an 
(15 percent); male caseworkers at a greater rate (25 percent) than 
female caseworkers (20 percent); and fully trained male caseworkers 
at a considerably greater rate (28 percent) than fully trained female 
caseworkers (20 percent). 
In considering the characteristics of person who resigned, it 
was found the risk was greater for the Family Service Field, case¬ 
workers; the young (under 26 years of age, or under 31 ); widowed, 
divorced or legally separated man; married women; the untrained; those 
employed in the agency for less than 2 years; and for married women 
with children under 6 years of age. 
The status, prestige, greater salaries, or greater professional 
opportunities of "better jobs" were found to be the most compelling 
reasons for the resignation of most men. Tollen found that the most 
compelling reasons for approximately 50 percent of the women resigning 
were marriage, maternity, moving, demand of home—reasons having little 
or nothing to do with the job. Over 25 percent of these women left for 
better jobs, salary, advancement, or to attend graduate schools of 
social work. The remainder of the women terminated for other reasons 
with the largest group terminating because of dissatisfaction with the 
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supervision. 
Tollen concluded that as long as a high prcentage of social 
vjorkers are won en, social work will be faced with a high turnover 
rate. It was also pointed out that men have a higher rate of separa¬ 
tion than do women and that there was little that can be done regarding 
people leaving because of marriage, maternity, moving, demands of the 
home, etc., but it was recoian aided that attempts be made to retain the 
employees who aren't subject to the risk of resignation for reasons 
beyond their control. It was further recommended that agencies should 
establish methods and systems of operation that would place the least 
amount of pressure on their staffs. 
In closing, a quote from a recent report of the Departmental Task 
Force on Social Work Education and Manpower seems appropriate to illus¬ 
trate the dilemma faced by social work administrators and the field of 
social work in general. 
Meeting the demand for competent and sufficient social work man¬ 
power for health, education, ard welfare services is a major 
problem in virtually every community across the countiy. It is a 
concern that has become increasingly important during the past 
decade, and it now occupies the serious attention of program 
administrators, policy makers, and legislators as new social ser¬ 
vices recognized as essential to the general welfare and strength 
of the nation are developed. Legislation creating or expanding 
programs of social welfare and community planning has been enacted 
in every session of Congress in the past several years as well as 
in most State legislatures. Private endeavors in the field of 
social welfare have also multiplied. The gap between needed and 
available manpower for those new and expanding social services has 
widened so dangerously, that it now has become a matter of action 
at the national level. 
The paradox in this problem is that it is a result of social 
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progress. It is a part of the price society pays for advance¬ 
ment. In historical perspecture, the current manpower in 
social welfare services is a measure of our national progress 
and our democratic aspirations. 
Social work personnel in public welfare on the whole, at the 
present time, is not adequate in numbers or training to the 
demands that must be placed upon them. There is little evi¬ 
dence that substantial improvement can be achieved without 
massive action to effect recruitment, education, and retention. 
Hot enough social workers are being produced in the educational 
facilities now in existence, and resultant widespread vacancies 
add immeasurably to the problem. 
All across the country and in all fields of practice, research 
in social work problems, and experimentation and innovation in 
curricular, in recruitment, in salary changes, are underway. 
They are small beginnings, and are generally financed for a 
limited period within functional boundaries. However, if the 
social work manpower problem is met, there is need for more direct 
sustained action particularly in achieving consensus on social 
work as the method of provision of social services* in arriving 
at clarification of classifications as practice within social 
work* and in securing recognition in higher salary levels and 
working oonditions for all social woik personnel, if qualified 
personnel are to be recruited and retained by the profession. 
Definition of Important Terms and Concepts 
For purposes of this study the following definitions will be 
used consistently through out this thesis* 
SEPARATION refers to those personnel who voluntarily or 
involuntarily left the agaicy terminating employment, or 
those who went on educational leave. 
SOCIAL CASEWORK PERSONNEL refers to everyone employed in a 
social work capacity involving direct work with clients. 
This includes supervisors and administrative staff. 
^Departmental Task Force, Closing the Gap in Social Work 
Manpower, A Report of the Departmental Task Force on Social Work 
Educ'ation and Manpower, U.S. Department of Health, Education, and 
Welfare, Office of the Under Secretary (Washington, D. C.j U.S. 
Government Printing Office, I960), pp. 3, 23, 73. 
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Scope and Limitations 
This study is concerned with all social casework personnel at 
Black Hawk County Department of Sooial Welfare, including those in 
supervisory and administrative p os it ions, who separated from the agency 
between January 1, 1964, and December 31, 1967. There were a total of 
forty-five people to separate during the selected period for study. Of 
this number, two people are now deceased. 
The three-year period was selected to include a population large 
enough to give the study meaning. Secondly, the agency under study is 
small, thereby making it necessary to expand the stucty over a period of 
years. 
The investigator was employed at this agency during a portion 
of the selected period for study and it is felt personal observations 
lend support to this stuly. Ptcrther, during the selected period, em¬ 
ployment requirements were upgraded. This made for better trained 
personnel. (Prior to 1964, a college education was not required to 
work in this agency.) Also, the selected period made possible the utili¬ 
zation of our rent data, which was more readily available and would have 
more meaning for the agency. 
The investigator recognized several limitations in this study: 
1. The paucity of information contained in the literature 
regarding this problematic aspect of the social work 
profession made it necessary to review literature in 
the related fields of nursing and teaching. 
2. The time for gathering the data was limited. 
3. Data were collected only from those who separated from 
the agency. 
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4. The basic focus of this study was directed toward a 
highly personal and sensitive area in the lives of 
the respondents. 
5. The investigator's limited knowledge and experience 
in the research process was recognized. 
Description of the Methodology 
The basic research instrument used in this study was a 
questionnaire. After a conference with the agency director, the 
names and last known addresses of the separatees were forwarded to 
the investigator, 
The questionnaire, constructed after a review of the litera¬ 
ture had been made, with a cover letter and self-addressed, stamped 
envelope were sent to the forty-two possible respondents. (The in¬ 
vestigator was one of those separating during the selected period of 
study. Two persons are deceased.) Two questionnaires were returned 
postmarked ’’address unknown.” (Of these two, one had been opened. 
The stamped, self-addressed envelope had been removed and the original 
envelope was re-sealed with scotch tape.) Three persons failed to 
return the questionnaire which reduced the testai sample to thirty- 
eight. A second request for return of the questionnaire was not made 
as those failing to return the questionnaire were too few to be signi¬ 
ficant . 
Thirty-eigjit of a total of forty-three responded. This repre¬ 
sents a 95.5 percent return. 
The responses were tabulated, analyzed and evaluated; from 
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these findings, conclusions were drawn and recommendations were made. 
The basic focus of this study is directed toward a highly 
personal and sensitive area in the lives of the respondents, therefore 
complete objectivity could not be expected in the responses. Further, 
it was requested in the cover letter that identifying information be 
excluded from the questionnaire when it was returned to the investiga¬ 
tor. This is mentioned, but does not invalidate the conclusions of 
this study since anotion is one of the determinants in the choice of a 
profession. 
CHAPTER II 
HISTORICAL DEVELOPMENT OF SOCIAL ’WELFARE IN IOWA 
Poverty, sickness, illiteracy, suffering, and social dis¬ 
organization have existed throughout the history of mankind. The 
industrial society of the nineteenth and twentieth centuries had 
to face so many social problems that the older human institutions 
such as family, neighborhood, church and local community could no 
longer meet with them adequately. The need for a broader system of 
social services resulted, but it was only about one hundred years 
ago that the magnitude of social problems made it necessary to or¬ 
ganize under private initiative, social services for the needy. Since 
that time, government has taken an increasingly greater responsi¬ 
bility for the well-being of the citizen.^ 
Through the years, records show that as early as 1837, pri¬ 
vate citizens were organized to raise funds by private subscription 
to care for those in need. A few of the counties in Iowa had organ¬ 
ized family welfare societies. The American Red Cross formed the 
nucleus of the first social agency in many counties. Churches and 
fraternal orders frequently included aid to the needy in their activi¬ 
ties, but for the state as a whole, welfare programs were generally 
Walter A. Friedlander, Introduction to Social Welfare (Engle¬ 
wood Cliffs, New Jersey: Prentice-Hall In'c., 1961), p. Zl 
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inadequate and frequently non-existent. 
The Extension Division of the State University of Iowa, 
through its Bureau of Social Welfare, recognized the need for con¬ 
structive poor relief under centralized administration and sponsored 
and developed a form of organization which became known as the ’’Iowa 
Plan." This plan combined the administration of public welfare re¬ 
lief, usually with county-wide jurisdiction. Boards of Supervisors 
would unite their efforts with those of organized groups of private 
citizens, and together they would anploy an executive who was quali¬ 
fied in the field of family welfare. Twenty-eight of the ninety-nine 
counties had unified their public welfare activities under the "Iowa 
Plan.” The twenty years of slow, yet steady growth in the recognition 
of the value of a unified program under the direction of one person, 
qualified in social welfare, provided the foundation on which to build 
emergency prograns and later the social welfare program.'*' 
Because the problems of poverty and indigency were not acute, 
organized welfare programs were slow in developing in Iowa. .However, 
since the early days in the history of social welfare, Iowa has moved 
progressively forward in trying to provide its less fortunates with a 
better way of life. With the efforts of improving services, the leaders 
recognized a need for qualified personnel to carry out a structured 
service plan effectively. 
The leaders were specific about personnel qualifications as 
'LIowa Department of Social Welfare, Employees’ Manual, 
"Historical Development of Social Welfare In Iowa," DesMoines, Iowas 
Iowa Department of Social Welfare, Unpublished, Revised July 22, 1959, 
p. 1. 
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far back as their first organized social welfare plan. The "Iowa 
Plan" called for "an executive who was qualified in the field of family 
welfare" to be head on the county level and "one person, qualified in 
„ 1 
social welfare to direct the unified program. 
As the social welfare program developed and expanded, the need 
for qualified personnel grew at equally the same pace. The increasing 
numbers of employees made it a reality to leaders that an organized 
personnel department was equally as important to the success of social 
welfare programs as were development of the pro grans themselves. Con¬ 
sequently, with consistent changes in the programs, growing recognition 
of need to organize personnel, and growth of the programs and personnel, 
the Iowa Department of Social Welfare's Personnel Section exists today. 
Currently, there are two basic sections that deal with per¬ 
sonnel. The Bureau of Staff Development is responsible for a broad 
program of staff training fcr all categories of staff within the State 
Department and the County Departments of Sooial Welfare. This includes 
development of teaching materials, training of staff, participation in 
recruitment and educational leave programs and supervision of the depart¬ 
mental library for staff use. 
The Personnel Section is responsible for carrying out the per¬ 
sonnel policies of the Department. It prepares and interprets the 
classification and compensation plans and personnel practices in coopera- 
tion with the other divisions and the approval of the State Board and 
■*Tbid. 
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Merit System. It represents the Department on personnel matters 
affecting other Merit System agencies. It assigns personnel from 
lists of eligibles supplied by the Merit System to state and county 
positions in close cooperation with the Division of Family and Chil¬ 
dren’s Services, subject to Board approval. This section maintains 
records of personnel and of personnel actions relating to all employees, 
longevity controls, and a system of service ratings. It cooperates 
with the Bureau of Staff Development in recruiting employees, and 
serves on the educational leav9 committee."'- 
Further, the Personnel Section recommends to the appointing 
authorities, on the basis of reports received from supervisory per¬ 
sonnel, the retention or termination of probationary appointments at 
the close of the probationary period. (The probationary period con¬ 
sists of the first six months of employment.) It reports to the Merit 
System and the State Board on the selection of eligibles, promotions, 
salary advancements, demotions, transfers, dismissals, and resignations. 
At this point, it seems appropriate to explain the functions 
of the State Board of Social 'Welfare. Since this study is concerned 
with oaaework personnel turnover, it further appears that mention should 
be made of the Stats Board of Social Welfare's responsibility in this 
respect as total functions of the social welfare agency's program are 
directly responsible to the State Board. 
The State Board of Social Welfare, established in 1939, con- 
"’Ibid., pp. 1, 3, 5. 
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sists of three members who devote their entire time to the adminis¬ 
tration of the Department. The Board is responsible for adminis¬ 
tering Old Age Assistance, Medical Assistance for the Aged, Aid to 
the Blind, Aid to the Disabled, Aid to Dependent Children, Child Wel¬ 
fare, Indian Relief, Emergency Relief, the distribution program of the 
United States Department of Agriculture, and emergency welfare services 
under the Civil Defense Program. It is empowered to perform such 
duties, adopt rules and regulations, outline policies, direct proce¬ 
dures, and delegate such powers as shall be necessary to provide an 
efficient and competent administration. 
The State Board, under its euthority to employ necessary per¬ 
sonnel and fix their compensation, has adopted a merit system meeting 
federal requirements. This includes all state and county welfare office 
personnel. Personnel must be selected from among those who have quali¬ 
fied in an examination given under the direction of the State Board by 
the Merit System. The County Boards of Social Welfare and their em¬ 
ployees operate under the general supervision of the State Board, which 
may delegate considerable responsibility to the county staff.’'’ 
Throughout its history, the Iowa Department of Social Welfare 
has worked toward high standards in services rendered to its clients. 
To realize this goal required a high standard and retention of qualified 
personnel to carry out the service objectives. Therefore, the State 
Department of Social Welfare and County Administrators have become 
1Ibid., 1-3-1. 
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ooncerned because after training social casework personnel for the 
purposes mentioned above, a high percentage of the social casework 
personnel decides to separate from the agencies. The investigator 
hopes to point out some of the reasons that influence separation there¬ 
by lending some support to the Department in continuing to render the 
best service possible to its clients. This objective cannot be 
achieved as long as there is a high turnover in casework personnel. 
CHAPTER III 
PRESENTATION AND ANALYSIS OF DATA 
In this chapter a presentation and analysis of the collected 
data will be made. The data is presented in tabular form and will 
be analyzed in accordance with the areas of the purpose of the study. 
The basic research instrument used for collection of data to 
be analyzed in this chapter was a questionnaire which consisted of 
twenty-four questions. Of these twenty-four questions, nine were left 
unanswered or too few responsed for the question to be of significance. 
This was interpreted to mean those questions were irrelevant to this 
study. 
Table 1 indicates that 76 percent of the separatees were 
between the ages of 20 and 29 at the time of initial employment at 
Black Hawk. Of the males, 86 percent fell within this age range and 
70.9 percent of the females. 
It is indicated that 13 percent of the separatees fell within 
the 30-39 age range. This represents 7 percent of the males and 16.6 
percent of the females. 
Between the ages of 40-49, an 11 percent representation can 
be seen. Within this age range, 7 percent were males end 12.5 per¬ 
cent were females. There were none over the age of 50 represented. 
As was stated in the literature and shown in this study, 
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TABLE 1 
DISTRIBUTION OF SEPARATEES AS SEEN BY AGE 
AND SEX AT THE TIME OF INITIAL 









20-29 12 86 17 70.9 29 76.0 
30-39 1 7 4 16.6 5 13.0 
40-49 1 7 3 12.5 4 11.0 
50 over 0 0 0 0 0 0 
Total 14 100 24 100.0 38 100.0 
females are predominate in this field. In general, the study of sexes 
showed that a larger percentage of the males than the females are 
younger. 
One of the areas of exploration in doing this study was to 
determine the rate of separation of social casework personnel. The 
exact rate could not be determined, but the data does show the range 
of periods of employment on a percentage basis. 
In Table 2 there were 18 percent of the total separatees who 
remained at Black Hawk for less than 6 months. This percentage con- 
31 
TABLE 2 
DISTRIBUTION OF SEPARATEES AS SEEN BY LENGTH 
OF EMPLOYMENT AT BLACK HAWK 
Range Males Percent Females Percent Total Percent 
Less than 
6 months 3 21.3 4 17 7 18.0 
6-12 months 3 21.3 6 24.5 9 23.7 
1-2 years 3 21.3 6 24.5 9 23.7 
2 years, less 
than 3 4 29 3 13 7 18 
3 years, less 
than 6 1 7.1 3 13 4 10.6 
6 years-10 0 7.1 1 4 1 3 
20 years, 
less than 25 0 0 1 4 1 3 
Total 14 100.0 24 100.0 38 100.0 
sisted of those leaving for personal reasons such as the draft, 
marriage and maternity rather than agency related reasons. Of this 
18 percent, 21.3 percent of the males separated within this time period 
while only 17 percent of the females separated during this same period. 
These findings do not concur with Tollen’s study as to sex, but it does 
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support Tollen’s findings of the first three years being the period 
of highest risk. As can be seen on Table 2, the majority, 83,4 per¬ 
cent of all separatees, left prior to three years of employment at 
Black Hawk. Only 16.6 percent of all separatees remained longer than 
three years. It would appear that the greatest possibility of a per¬ 
son leaving the agency is between the first and second year of employ¬ 
ment sinoe the highest percentage, 65.4 percent of the total, left 
during a two-year period. 
The types of separations and percentage of each type of separa¬ 
tion can be seen in Table 3. The nature and reasons for separations 
are also included in Table 3. These were considered as primary and 
secondary reasons for separation. The reasons, which were listed on 
the questionnaire for respondents can be categorized as personal, agency 
related or other. Personal reasons are those related to one’s own 
values or interests, and agency related reasons are those related to 
some observed or felt difficulty at the agency. The other reasons may 
be partly personal and/or agency related, such as retired, drafted, or 
left for a better job; but these would not fit into either category and 
are consequently considered separately. 
The purpose in viewing the reasons for separation in the three 
aforementioned categories is to determine whether there were problems 
at the agency which were influential to one’s leaving the agency; or 
whether people separated from the agency for some personal interest or 
value such as leaving the area to be with husband, demands of the home 
TABLE 3 
DISTRIBUTION OF SEPARATEES AS SEEN BY PRIMARY 
AND SECONDARY REASON FOR 






Males Females Total 













Pregnancy 0 0 0 0 2 8 0 0 2 5 0 0 
Retired 0 0 0 0 C 0 1 4 0 0 1 3 
Drafted 1 7.0 0 0 0 0 0 0 1 3 0 0 
To leave 
area 0 0 4 29 11 46 1 4 11 29 5 13 
To attend gradu- 
ate school 4 29 0 0 3 13 0 0 7 18 0 0 
Got married 0 0 0 0 1 4 0 0 1 3 0 0 
Inadequate work- 
ing conditions 2 14.2 0 0 0 0 2 8 2 5 2 5 
Inadequate 
salary 3 21.3 5 36 3 13 10 42 6 15 15 39 






Males Females Total 











' Nd7 Per- 
cen 
Inadequate 
supervision 1 7.1 0 0 0 0 1 4 1 3 1 
Conflict with 
supervisor 0 0 2 14 0 0 2 8 0 0 4 
Conflict with 
Agency policy 0 0 2 14 0 0 3 13 0 0 5 
Heavy case 
load 1 7.1 0 0 1 4 1 4 2 5 1 
Lack of interest 
in work 2 14.2 0 0 1 4 0 0 3 8 0 
Too much paper 
work 0 0 1 7 0 0 0 0 0 0 1 
Low status of 








TABLE 3 (continued) 
Primary and Males Females Total 

















resign 0 0 0 0 1 4 0 0 1 3 0 0 
Other 0 0 0 0 0 0 3 13 0 0 3 8 
Total 14 100.0 14 100 24 100 24 100 38 100 38 100 
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or to attend graduate school. Three respondents in this study indi¬ 
cated they had no other reason for leaving Black Hawk except those 
mentioned above. 
Table 3 indicates that the largest percentage (29 percent) of 
all separatees denoted leaving the area as their primary reason, where¬ 
as 39 percent listed inadequate salary as their secondary reason. It 
appears that separatees would have remained at Black Hawk with a lower 
salary then they desired had they liked the geographical area. 
Secondly, of all separatees, 58 percent left primarily for per¬ 
sonal or other reasons; whereas 42 percent left primarily for agency 
related reasons. Comparatively, 79 percent gave agency related reasons 
as secondary with only 8 percent giving other secondary reasons. 
It could be stated that for all separatees, fewer problems with 
the agency were seen as primary reasons for leaving the agency; but 
agency related reasons were highest in their secondary reasons for leav¬ 
ing. Further, there is a much higher percentage difference in secondary 
reasons than primary. (58 percent personal to 42 percent agency related 
as primary reasons and 79 percent agency related to 13 percent personal 
as secondary reasons.) This could suggest that were agency conditions 
better, people would not tend to separate as rapidly, as better agency 
conditions would compensate for some personal reasons. 
The data presented in Table 3 are quite similar to the five 
most frequent "basic reasons" for leaving employment in Public Child 
Welfare as reported in a study done by Tollen. The Tollen study brought 
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out those reasons? better job, moving, maternity, salary and demands 
1 
of home, in descending order. 
Data in Table 3 are presented by sex as to personal, agency 
related or other reasons for terminating employment. Males, 36.1 per¬ 
cent, as compared to 79 percent females, gave personal reasons as pri¬ 
mary. Twenty-nine perçait males gave personal secondary reasons as can- 
pared to 21 percent females. However, the 29 percent of the males left 
for better jobs or better job opportunities and seemingly the jobs were 
located in another area. The 21 percent of the females gave such rea¬ 
sons as marriage, demands of the home or to be with their husbands in 
another area. It must be recognized that specific reasons given had to 
be categorized in doing the tabulation according to their relationship 
in order that a meaningful percentage could be acquired. 
It is interesting to compare the abore data for males and 
females with the data gathered in the Tollen study. Tollen brought 
out basically the same point that this stuly does, that males are more 
concerned than females with salary and advancement opportunities, and 
these two factors play a major part in determining whether a male will 
2 
remain on a certain job. Females seemed most influenced by their hus¬ 
band's situation and by the demands of their homes. Both sexes show a 
combination of personal, agency related and other reasons as being of 
^U.S., Department of Health, Education, and Welfare, Social 
Security Administration, Children's Bureau, Study of Staff Losses in 
Child Welfare and Family Service Agencies, by l/filliam ’3'.' Tollen 




The undergraduate college major was one of the areas examined 
to determine characteristics of the separatees. Questions 2 and 3 on 
the questionnaire were found to be of no significance as each respon¬ 
dent had four years of undergraduate work completed and all except one 
male had a B.A. or B.S. degree. 
Table 4 shows the distribution of separatees by their under¬ 
graduate major. It indicates that 22 percent of the males and 38 per¬ 
cent of the females majored in sociology. This represents 32 percent 
of all separatees. There vie re 57 percent of the males and 15 percent 
of the females or 39 percent of the total separatees who majored in the 
social sciences. These two majors combined represent over half or 71 
percent of all majors represented. This would suggest that undergradu¬ 
ate preparation for the majority of the separatees was in accordance 
with the type of work they chose to do. The remaining 29 percent majored 
in fields quite unrelated to social work. Home economics majors repre¬ 
sented 13 percent of the focales or eight percent of the total} business 
majors represented 14 percent of the males or 5 percent of the totals 
and English majors represented 7 percent of the males and 7 percent of 
the females or 8 percent of the total. There were also three females 
classified as other on the Table. They had majors in physical educa¬ 
tion, science and occupational therapy. These represented 13 percent 
of the females and 8 percent of the total. 
In Table 5 an answer was sought as to whether respondents 
TABLE 4 
DISTRIBUTION OF SEPARATEES AS SEEN BY 









Sociology 3 22 9 38 12 32 
Home Economics 0 0 3 13 3 8 
Business 2 14 0 0 2 5 
English 1 7 2 7 3 8 
Social Science 8 57 7 29 15 39 
Other 0 0 3 13 3 8 
Total 14 100 24 100 38 100 
had attended graduate school and their fields of specialization. 
Twelve of the 38 separatees, 6 of whom were males and 6 females, had 
attended graduate school and 10 of these had been in a graduate school 
of social work. All of the 12 who attended graduate school received a 
degree. One female received an M.A« degree in social work. The other 
2 females had majors in English and physical education. One fanale had 
a graduate degree in English as well as social work. 
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TABLE 5 
DISTRIBUTION OF SEPARATEES AS 









M.A. 0 0 3 12.5 3 8.0 
M. S .W. 6 43 3 12.5 9 24.0 
Ph.D. 0 0 0 0 0 0 
None 8 57 18 75 26 68 
Total 14 100 24 100.0 38 100.0 
Previous employment history sometimes indicates interesting 
trends in considering reasons for separations as well as providing 
clues to characteristics if individuals in employment. Whether there 
had been a pattern of many changes, or whether this was the first 
change, was one of the areas considered in this study. 
Table 6 indicates that over three-fourths, 79 percent, of 
all separatees had two jobs or less prior to their employment at Black 
Hawk. Only 10 percent of the 38 separatees had 5 or more jobs prior 
to their employment at Black Hawk. The 10 percent is representative 
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TABLE 6 
DISTRIBUTION OF SEPARATEES AS SEEN BY 
NUMBER OF JOBS HELD PRIOR TO 
EMPLOYMENT AT BLACK HAWK 
Range Males Females 
No» Percent No. Percent 
Total 
No. Percent 
2 or less 11 79 
3-4 2 14 
5-6 1 7 

















Total 14 100 24 100 38 100 
of those who fell within Hie age range of 30-39 and 40-49. This can 
be explained by the latter group having been in the labor market 
longer. 
A comparison of males and far a les in Table 6 was made as to 
the number of jobs held prior to their employment at Black Hawk. It 
appears that a comparable percentage of females (80 percent) and males 
(79 percent) had employment prior to Black Hawk. 
It can be stated that the above findings as to number of jobs 
held prior to employment at Black Hawk would correlate wary well with 
42 
43 
the ages of the separatees. The separatees in the majority had been 
out of college only a few years when they began work at Black Hawk and 
would tend to have little prior job experience. 
Table 7 shows the distribution of separatees as seen by the 
kinds of occupations held longest prior to employment at Black Hawk. 
Those having casework as their prior job held longest represent 57.4 
percent of the male separatees, 33.3 percent of the female separatees, 
and 42 percent of all separatees. The teaching position ranked second 
of which 21.2 percent were females and none were males. Others had 
worked as secretaries (16.5 percent females); as factory workers (7.1 
percent males); in sales (21.3 percent males); in counseling (16.5 per¬ 
cent females); and as bookkeepers (7.1 percent males). The four other 
types of occupations represented were an exterior grinder, occupational 
therapist, switchboard operator and newspaper reporter. 
A total of eleven various occupations were represented although 
the majority had backgrounds in social work. These findings suggest 
that the majority of those who went to work at Black Hawk sought a j ob 
in their field of interest. Thus, slightly less than half of the 
respondents hsd any preparation for practice as a caseworker. This 
suggests that hiring policies could ecu tribute to turnover and closer 
screening of applicants might prevent the risks to some extent. 
Table 8 presents the d istribution of separatees by maximum 
number of years on the job held prior to employment at Black Hawk. It 
was found that 79 percent of the study group had two or less jobs prior 
TABLE 7 
DISTRIBUTION OF SEPARATEES AS SEEN BY KINDS 
OF OCCUPATIONS HELD LONGEST PRIOR TO 









Teaching 0 0 5 21.2 5 12.5 
Casework 8 57.4 8 33.3 16 42.0 
Secretary 0 0 4 16.5 4 10.5 
Factory 1 7.1 0 0 1 3.0 
Sales 3 21.3 0 0 3 8.0 
Counseling 0 0 4 16.5 4 10.5 
Bookkeeper 1 7.1 0 0 1 3.0 
Other 1 7.1 3 12.5 4 10.5 
Total 14 100.0 24 100.0 38 100.0 
to employment at Black Hawk with the majority (76 percent) of separa¬ 
tees falling within the age group of 20-29. This would narrow the 
chance of individuals in the study group of having long term work ex¬ 
perience on a job. The majority, 31 per oent of all separatees, worked 
at least one year, but less than two years on the job held longest 
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TABLE 8 
DISTRIBUTION OF SEPARATEES BY MAXIMUM NUMBER 
OF YEARS ON THE JOB HELD PRIOR TO 
EMPLOYMENT AT BLACK HAWK 
Range Males 






6 months 3 21.5 5 21 8 21.0 
6 months, 
less than 
12 3 21.5 5 21 8 21.0 
1 year, 
less than 
2 6 43 6 25 12 31 
2 years, 
less than 
3 0 0 2 8 2 56 
3 years, 
less than 
6 0 0 4 17 4 11 
4 years, 
less than 
6 1 7 2 8 3 8 
6 years, 
less than 
10 1 7 0 0 1 3 
Total 14 100.0 24 100 38 100 
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prior to employment at Black Hawk. Only 21 percent of all separatees 
worked less than six months with the same, 21 percent, of all separatees, 
working six months, but less than one year. Wo marked difference can 
be seen between males and fanales though it was found earlier that 
females tended to be slightly older and had a bit more job experience 
than males. It can be seen, however, that females between the ages of 
40-49 remained on a job longer than males and other age groups. 
One other point of interest is that at the time of initial em¬ 
ployment, 57 percent of the males were married, and 42 percent of the 
females were. This means that 47 percent of all separatees were married 
and 53 percent were not married. At the time of separation 79 percent 
of the males, 16 percent of the females and 71 percent of all separatees 
were married. There was one female divorced at the time of separation. 
This could have some relationship to the number of jobs held prior to 
employment, the length of time on a job and the types of occupations 
represented as females were highest in percentage in each category. 
Specific data were not collected so that the relationship could be ana¬ 
lyzed. However, Tollen pointed out in his study that risks were greater 
for the Family Service Field with the young (under 26 years of age); 
divorced, widowed, or legally separated men; married women, the un¬ 
trained; those employed in the agaicy for less than two years; and for 
married women with children under six years of age.'*" 
Table 9 presents the data on length of residence in the state 
1Ibid., p. 109 
TABLE 9 
DISTRIBUTION OF SEPARATEES AS SEEN 
BY LENGTH OF RESIDENCE IN IOWA 
Length of Males Females Total 
Residence No. Per c ent No. Percent No. Percent 
Lifetime 8 58 14 58 22 58 
10 years 
or more 2 14 4 17 6 16 
5 years 
or more 2 14 1 4 3 8 
1 year 
or more 2 14 3 13 5 13 
less than 
1 year 0 0 2 8 2 5 
Total 14 100 24 100 38 100 
of Iowa prior to employment at Black Hawk. The data indicated that 
58 peroent of the males, 58 percent of the females, and 58 percent of 
the total separatees were lifetime residents of Iowa. This represents 
over half of the separatees as lifetime residents, and 16 percent were 
found to have lived in Iowa for ten years OT more. This suggests that 
the separatees are relatively stable in this respect and lends no 
47 
48 
findings to this study. 
The data indicates further, that males tend to have lived in 
Iowa for a slightly greater length of time prior to their employment 
at Black Hawk than did females. There were no men who lived in Iowa 
for less than a year before employment at Black Hawk, whereas 8 per¬ 
cent of the females had lived in Iowa less than a year. 
Table 10 shows the number of supervisors the separatees had 
during the period of their employment at Black Hawk. Of all separa¬ 
tees, 50 percent had one immediate supervisor, 2 6 percent had two super¬ 
visors, while only 13 percent had four. Among the males, 50.1 percent 
had one supervisor while 50 percent of the females had one. The differ¬ 
ence is not great enough to be significant. However, 21.4 percent of 
the males had four supervisors while 8 percent of the females had four. 
Females in the total group of study outnumber the males slightly less 
than 2 to 1, therefore, this cannot be of any significance. Thus, the 
majority, by sex and in the total group, had only one supervisor during 
the period of employment. 
These findings indicate that frequent change of supervision did 
not exist to any large extent since 50 percent of the total sample had 
only one supervisor. The relationship between the supervisor and super¬ 
visee was not explored, but only one person (3 percent) gave inadequate 
supervision as the primary reason for leaving and 20 percent gave con¬ 
flict with supervisor as their secondary reason for leaving. 
One of the purposes of this study was to discover any distinc¬ 
tions of characteristics between those who separated to attend graduate 
TABLE 10 
DISTRIBUTION OF SEPARATION AS SEEK BY NUMBER OF 
IMMEDIATE SUPERVISORS EACH HAD DURING 
EMPLOYMENT AT BLACK HAWK 










One 7 50.1 12 50 19 50.0 
Two 3 21.4 7 30 10 26.0 
Three 1 7.1 2 8 3 8.0 
Four 3 21.4 2 8 5 13.0 
Five or more 0 0 1 4 1 3 
Total 14 100.0 24 100 38 100.0 
school and those who left for other reasons. Responses suggested that 
only five persons separated from the agency to attend a graduate school 
of social work during this period. This number was not large enough 
to be representative in making distinction of characteristics. Second¬ 
ly, the only observed distinction of characteristics is that those who 
left to attend a graduate school of social work will continue in th e 
field; whereas a large percentage of those who left for other reasons 
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will be lost to the profession. 
Table 11 presents data on the type and area of employment the 
separatees entered immediately upon leaving Black Hawk and their area 
of employment at the present time. 
After leaving Black Hawk, 47.4 percent or less than one-half 
of all separatees went into another social work position. There were 
15.8 percent who went to a private welfare agency and SI. S percent who 
went to another public welfare agency. At the time of this study, 50 
percent of all separatees were engaged in some aspeot of social work. 
There are 13 percent of the separatees employed in a private welfare 
agency and 37 percent in a public welfare agency. 
These findings can be related to earlier findings in this study. 
It was noted that 42.1 percent of the thirty-eight separatees ga^ im¬ 
proved salaries as their primary recommendation for improvement. 
Twenty-nine percent of all separatees gave leaving the area as their 
primary reason for separating, with 39 percent of all separatees giving 
inadequate salary as their secaidary reason for leaving. Then it is 
found here t liât 50 percent of all separatees are employed in some phase 
of social work. This suggests that salary is a competitive element be¬ 
tween social welfare agencies whether they are public or private. It 
was noted in the literature that mobility between agencies was high and 
it gave salary as the most probable cause. In the Tollen study, 37 
percent of those that separated from public chiM welfare agencies were 
later employed in social work; 13 percent in other areas; and 50 percent 
were not employed at the time of his study. 
TABLE 11 
DISTRIBUTION OF SEPARATEES AS SEEN BY AREA OF 
EMPLOYMENT UPON LEAVING BUCK HAWK 
AND CURRENT EMPLOYMENT 
Activity of Males Females Total 
Current 1st 2nd 1st 2nd lsi 2nd 













Private Agencies 4 29.2 4 29 2 8.4 1 4 6 15.8 5 13 
Social Work 
Public Agencies 3 21.4 4 29 8 33«i+ 10 42 12 31.6 14 37 
Office or 
Clerical Work 0 0 0 0 1 4 0 0 1 2.6 0 0 
Teaching l 7 1 7 4 16.7 4 17 5 13.2 5 13 
Ministry l 7 1 7 0 0 0 0 1 2.6 1 3 
Sales l 7 0 0 0 0 0 0 l 2.6 0 0 
School dT Social 
Work (Attending) 21.4 14 3 12.5 10 
TABLE 11(continued) 
Activity of Males Females Total 
Current 1st 2n< i 1st 2nc Is 2nd 













Schooling 0 0 1 7 0 0 0 0 0 0 1 3 
Housewife 0 0 0 0 3 12.5 3 12 3 7.9 3 8 
No Comment 1 7 1 7 3 12.5 4 17 4 10.5 5 13 
Total 14 100.0 14 100.0 2 4 100.0 24 100 38 100.0 38 100 
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Table 11 indicates further that 68.4 percent of all separa¬ 
tees took employment immediately after leaving Black Hawk. At the 
time of this study, 66 percent were employed. Most of those unemployed 
are attending school, engaged in domestic duties, or failed to respond 
to this question. The area of employment to which the second largest 
number of people went upon leaving Black Hawk was teaching, (13.2 per¬ 
cent went into this area). Again, the findings suggest that there is 
a need for change in screening applicants as well as hiring policies. 
One of the most important purposes of this study was to gather 
recommendations for improvement of the agency. Table 12 shows the pri¬ 
mary and secondary recommendations for improvements of the agency as 
suggested by separatees. The fire primaiy recommendations made by 
separatees, representing 86.8 percent of all separatees were: (l) 
improved salaries, 42.1 percent; (2) better trained supervisors, 13.2 
percent; (3) reduction in caseload, 10.5 percent; (4) improved communi¬ 
cation between administration and staff, 10.5 percent; and (5) improved 
in-service training program, 10.5 percent. 
The five secondary recommendations made by 77.4 percent of all 
separatees were: (l) less paper work, 21 percent; (2) better trained 
supervisors, 15 percent; (3) improved salaries, 15 percent; (4) reduc¬ 
tion in caseload, 13.2 percent; and (5) improved communication between 
administration and staff, 13.2 percent. 
There was one person who refused to make a recomendation. 
This respondent did not feel well enough acquainted with the current 
situation 
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It is interesting to note that th e highest percentage repre¬ 
sented. (39 percent) gave inadequate salary as their secondary reason 
for leaving; whereas, 42.1 percent, the highest percentage represented, 
gave inadequate salary as their primary recommendation for improvement. 
This would suggest that salary is a major determinant and if it im¬ 
proved, this might influence staff to r ana in at Black Hawk. 
There was a part in the study dene by Toll en in which resignees 
were asked to report specific, reasonable measures that might have 
prevented the resignation or would influence their return to the agency. 
The five most frequently reported were: increased salary; higher stan¬ 
dards in the agency's administrative or personnel operations; better, 
more adequately trained, or less intensive supervision; or reassign¬ 
ment to another supervisor; higher standards in carrying out the agen¬ 
cy's service functions; and reduction in the quantity of professional 
work.^ These five points from Toll en's study are not exactly compar¬ 
able to this study's request for recommendations fron those who sepa¬ 
rated, but the findings from Tollen's study do indicate similar changes 
advocated by both study groups. 
1lb id♦, p. 65. 
TABLE 12 
DISTRIBUTION OF SEPARATEES AS SEEN BY PRIMARY AND 
SECONDARY RECOMMENDATIONS FOR IMPROVEMENT 
Rec ommendations Males Females Total 
for 1st 2nd 1st 2nd 1st 2nd 













Supervisors 1 7.1 4 29 4 17 2 8 5 13.2 6 15.0 
Reduction in 
Case Load 3 21.3 2 14.2 1 4 3 13 4 10.5 5 13.2 
Less Paper 
Work 1 7.1 2 14.2 1 4 6 25 2 5 8 21.0 
Improved 
Salaries 6 43.2 3 21.3 10 42 3 13 16 42.1 6 15.0 
More Intensive 
Supervision 1 7.1 1 7.1 1 4 1 4 2 5.2 2 5.0 
Better Fringe 
Benefits 0 0 1 7.1 0 0 0 0 0 0 1 3.2 
Improved 
Communication 2 14.2 0 0 2 8 5 21 4 10.5 5 13.2 
TABUS 12 (continued) 
Recommendations Males Females _ Total 
for 1st 2nd 1st 2nd 1 st  2nd 













Service Training 0 0 1 7.1 4 17 2 8 4 10.5 3 8.0 
Other 0 0 0 0 0 C 1 4 0 0 1 3-2 
No Comment 0 0 0 0 1 4 1 4 1 3 1 3.2 
Total 14 100.0 14 100.0 24 100 24 100 38 100.0 38 100.0 
CHAPTER IV 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
The purpose of this study was to discover and analyze factors 
related to the turnover in social casework personnel at Black Hawk 
County Department of Social Welfare during the period January 1, 1964, 
through December 31, 1967. 
The study group was composed of 38 persons that separated from 
the agency during the study period. There were a total of 45 persons 
to separate from the agency during the period, however, 2 persons are 
deceased, 2 questionnaires were returned because of improper addresses, 
and 3 persons failed to respond, thereby leaving a study group of 38. 
The data for the study were secured through the use of a ques¬ 
tionnaire. Questionnaires were mailed to those persons who had sepa¬ 
rated from idle agency during the study period. 
A review of the literature was made. Studies in related fields 
of teaching and nursing were utilized because of the paucity of infor¬ 
mation in the literature on social casework personnel turnover and be¬ 
cause the turnover in these fields share a number of characteristics 
with turnover in social casework personnel. 
In this study, seven areas were explored and the findings are as 
followsj the separation rate of social casework personnel was not pre- 
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oisely determined, but it would appear as though the separation rate 
(45 leaving over a three-year period) was relatively low as compared 
with Toll en* s study of Public Welfare Departments throughout the country. 
The mqj ority of separations from Black Hawk were resignations; 
38 responded to the question and of these, 32 resigned, 1 was drafted, 
1 was asked to resign and 4 left to attend graduate school. The major¬ 
ity in undergraduate education majored in sociology or social science. 
All except one individual had a college degree. The separatees tended 
to be young (majority between 20-29) with females slightly older than 
males. Slightly over one-half (53 percent) were single at the time of 
initial employment. More than one-half of the separatees were residents 
of Iowa for more than ten years prior to employment at Black Hawk. 
The only distinction made between separatees who left to attend 
graduate school and those who left for oilier reasons is that those 
attending graduate school appear to stay with the profession whereas 
a large percentage of those that left for other reasons were lost to the 
other fields. 
Reasons for termination were examined by sex using the three 
categories of personal reasons, age ncy related, and other. Women tended 
to leave for personal reasons and men tended to lea^e for agency related 
reasons. The findings of this study are similar to a study done by Tollen 
on all public welfare agencies. 
An analysis was made of recommendations made for agency improve¬ 
ment. The highest primary recommendation made was for improved salaries. 
The highest secondary recommendation made was reduction in paper work. 
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A high percentage expressed a need for better in-service training and 
improved communication between the administration and staff. Women 
placed heaviest emphasis on improprement of agency conditions whereas men 
were more concerned with higher salaries and opportunities for advance¬ 
ment. 
It can be concluded that as long as a high percentage of social 
workers are women, social work will face a higji turnover rate. To 
reduce this risk requires either the attraction of more men or selecti¬ 
vity in recruiting women for whom the occupational role takes priority 
over the role of homemaker. In view of low salary scales, methods of 
agaacy operation, and lack of opportunity for advancement, recruitment 
of more men might increase, rather than reduce, the turnover rate. There 
is a definite need to develop specific requirements in one’s educational 
background as a prerequisite for hiring. 
Perhaps the answer to reducing turnover rests between increas¬ 
ing salaries to a point which is acceptable to men and selectively re¬ 
cruiting women and seeking ways of permitting them to remain on the job 
despite the demands of home. 
The findings of this study revealed that it would be beneficial 
to have across-the-board salary increases and at the same time seek to 
increase the salaries of caseworkers in accordance with their level of 
skill, so that some casework positions may be on the same level as super¬ 
visory or administrative positions. This might prevent long term 
workers from reaching the maximum salary with an inadequate income to 
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support a family, and might prevent the necessity of entering super¬ 
visory or administrât!-se positions simply to realize a monetary advance¬ 
ment. It would appear that social workers are being forced out of the 
field in search of financial security. This is not assumed to be a 
total solution, but appears to play a large part in it. 
The agency, the profession, and the community have their part 
to play in this effort. Consideration is given to the fact that there 
is nothing any of these can do about the disproportionate number of em¬ 
ployees who leave because of marriagp , moving to another area, or demands 
of the home once these people have been employed. 
With widespread staff shortage and heavy work loads, a job has 
to be performed that is difficult and involves considerable responsibility 
for decisions and actions affecting the future lives of children and 
families. It is an obligation of agency administration to continually 
seek to ensure the establishment of methods and systems of agency opera¬ 
tion that creates a minimum of pressure on staff. It seems essential 
that administrators at Black Hawk County Department of Social Welfare 
look for new approaches to the matter of salary, better in-service train¬ 
ing, and excessive paperwork. Inasmuch as females tended to terminate 
their employment for more varied personal reasons of a domestic nature 
than did the males, it would appear that it would be beneficial to the 
agency to employ more male workers. Also relating to the factor of em¬ 
ployment, it appears that it would be beneficial to the agency to employ 
the more mature worker both in terms of age and experience. This study's 
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findings revealed that this is a far more stable group in terms of 
social science academic background and residency in a given area, than 
one -would expect to find in relation to the young age of the majority 
of tile group. 
Since 50 percent of the separatees had only one supervisor, it 
appears that when workers have difficulty in functioning or seem uncer¬ 
tain of their work, it might be advisable to explore the possibility of 
making available to these persons a new or different supervisory experi¬ 
ence . 
These recommendations are much more easily made than implemented 
and it is recognized that the administrators at Black Hawk have been 
pursuing solutions from many approaches over the years. It is also recog¬ 
nized that progress has been made in varying degrees in respect to each 
of the recommendations. Nevertheless, it appears from this study there 
is still a need to pursue even further progress. The public must be made 
to realize that social work services can no longer be secured at wages 
on a par with or below semi-skilled workers. 
Staff stability and meaningful reduction of turnover can be 
achieved only by creating the climate in which staff can work comfortably, 
a climate that will counteract the pressures that increase turnover to 
its presently troublesome proportions. 
It is hoped that these findings may suggest possible guidelines 
by which the Administration of Black Hawk County Department of Social 





1004 Oak Street 
Columbia, South Carolina 
January 8, 1968 
Mr. Charles Wallin, Director 
Black Hawk County Department of 
Public Welfare 
Court House 
YiTaterloo, Iowa 50702 
Dear Mr. Wallins 
In view of my past work experience there, my interest in the agency, 
and as you well know, the requirement of completing a thesis before 
graduating, I am interested in conducting a study using Black Hawk 
County Department of Welfare as the base. I will need you r consent 
and cooperation to do this. 
The study I am contemplating involves factors related to staff turn¬ 
over. This would include all social work personnel that left the 
agency between January 1, 1964, and December 31, 1967. My reason for 
the three year span is to have a sample large enough to make the study 
meaningful. Social work personnel refers to everyone employed as 
social workers including administrative staff. 
The research instrument to be used is an open-ended questionnaire which 
will be mailed to separated personnel. The questionnaire will be ex¬ 
clusive of identifying information and all information will be handled 
confidentially with its use being for the sole purpose of the study. 
In addition to your consent, it will be necessary for you to supply 
me with names and addresses of personnel that left the agaicy between 
the dates mentioned above. Agency history, (state and local) hiring 
and dismissal policies and the functions of the county board of welfare 
are other materials I will need. 
Any comments or recommendations you might have in relation to my 
interest will be highly appreciated. Your interest and cooperation 
are highly appreciated as will be your early reply. 
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I will forward a copy of the questionnaire to you as soon as it has met 
the approval of my research advisor. 
Sincerely, 
(Miss) Jeannie Hoosman 
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I,larch 19, IS68 
De ar    s 
I am a second year student in social work at Atlanta University 
School of Social Work, Atlanta, Georgia. To fulfill the thesis require¬ 
ment, I have proposed a study of factors related to the turnover in 
social work personnel at Black Hawk County Department of Social Welfare. 
The agency director has given me his permission to undertake this 
study. Your cooperation will help make the study successful. 
The enclosed questionnaire is being mailed to all social work per¬ 
sonnel leaving the agency between January 1, 1964, and December 31, 
1967. You need not identify yourself on the questionnaire. 
I would appreciate your participation. Please complete the ques¬ 
tionnaire and return it to me at your EARLIEST possible convenience. 
A stamped, self-addressed envelope is enclosed for the return of 
the questionnaire. Thank you for your assistance, your participation, 
and your response. 
Very truly yours, 
(Miss) Jeannie Hoosman 
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QUESTIONNAIRE 
1. Sex • Age at time of initial employment at Black Hawk County 
Welfare Department  . 
2. Number of years of undergraduate work completed. (Circle one) 
12 3 4 
3. Do you hams an undergraduate degree? (Circle one) 
B.A. B.S. Other . 
4. List undergraduate major(s). 
5. Number of years of post-graduate work completed. (Circle one) 
1 2 ' 3 4 
6. Do you have a graduate degree? (Circle one or more) 
M.A. M.S.W. Ph.D. Other . 
7. List your graduate major(s). 
8. Place a check before the number of jobs on which you were employed 
prior to Black Hawk County Welfare Department (Exclude high school 
and college employment). 
two or less  5 or 6  10 or more 
 3 or 4  7 to 10 
9. Place a check mark before the maximum period of employment on any 
job prior to the Black Hawk County Welfare Department (Exclude high 
school and college work). 
  less than 6 months  1 year, but less than 2 
 6 months, but less than 12  2 years, but less than 3 
 3 years, but less than 6  6 years, but less than 10 
  4 years, but less than 6  over 10 
67 
10. State the title of the position you held for the longest period of 
time prior to employment at Black Hawk County Department of Welfare. 
11. Place the letter A before your family status at the time of INITIAL 
employment at B. E. County and place the letter B before your 
family status at the time of TERMINATION. 
Single  1 Child  5 Children 
Married 2 Children Over 5 Children 
Widowed  3 Children Other, specify 
12. Have you been a resident of the State of Iowa all of your life? 
Yes No 
13. If you answered No to question No. 12, state how long you Vifere a 
resident of Iowa prior to employment at Black Hawk County  
14. Place a check mark before the length of time social work was con¬ 
sidered as your possible vocational choice prior to anployment at 
Black Hawk County Welfare Department. 
less than 3 months  1 year, less than 2 
 3 months, less than 6  2 years, less than 3 
6 months, less than 12  over 3 years 
15. Plaoe the No. 1 before the reasai listed below as being the MOST 
important for your choosing employment at Black Hawk County. PTace 
No. 2 before the next most important reason, etc. 
 Only employment available 
 Interesting profession 
 Only social work position available 
 To broaden public welfare experience 
 To attain A.C.S.W. 
Permanent career in public welfare 
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 To fulfill commitment 
 Other, specify  
16. Place a check mark before the total number of immediate supervisors 
you had while anployed at Black Hawk County Welfare Department. 
 1  2  3  4  5 or more 
17. Place a check mark before the length of time you were employed at 
Black Hawk County Welfare Department. 
less than 6 months 2 years, less than 3 
6 months, less than 12 3 years, less than 6 
10 years, less than 15 20 years, less than 25 
15 years, less than 20 Over 25 years 
Place a check mark before your job 
at the time of termination. 
title and your area of assignment 
Family (ADC) FWW II 
OAA SW I 
AB SW II 
AD SYfS I 
Child Welfare Other 
FWW I 
19. Place the number 1 before the reascn listed below as being the MOST 
important for your leaving Black Hawk. Place number 2 before the 




Asked to resign by administration 
To leave area 
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 To attend graduate school 
 Got married, no need to work 
 Low status of social work 
 Low status of public welfare 
 Inadequate working conditions 
 Inadequate salary 
 Did not like this phase of social work 
Lack of interest in the work 
 Ccnfliot with supervisor 
 Conflict with agency policy 
Lack of communication between administration and other staff 
Inadequate supervision 
 Inadequate fringe benefits 
 Heavy caseload 
 Too much paper work 
 Frequent assignment changes 
 Other, specify   
20* Place the number 1 before your first choice as a recommendation for 
improvement at Black Hawk County Welfare Department. Place number 
2 before your second choice. 
 Better trained supervisors 
 More intensive supervisicn 
 Better fringe benefits 
Improvement for in-service training program 
Improved communication between administration and staff 
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Reduction in caseload 




21, Place the letter A before the area of employment or activity you 
engaged in upon leaving Black Hawk County and place the letter B 
before the area of employment or activity of current engagement. 
 Social work - private agency 
Social work - public welfare 







School of social (attending) (See questions 23 and 24) 
Other schooling, specify major 
22. If there were other factors not covered in this questionnaire which 
were significant in your separation from Black Hawk County Welfare 
Department, please indicate briefly below: 
Answer the following only if you separated from Black Hawk County 
to attend graduate school. 
23. Place the number 1 before the MOST important reason for your having 
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sought professional training. Place the number 2 before the 
second most important reason. 
 To leave public welfare 
 Professional advances'.ait 
 M.S.W. offered more prestige 
 More employment opportunities 
 Family influence 
 Development of professional skills 
 Other, specify  
24. Projecting your career goals ten (10) years from now, place the 
number 1 before that acti-ïity you would MOST like-to be doing. 
Place the number 2 before that activity you would NEXT LOST like 
to be doing, etc. 
Public Welfare Agency 
 Direct work with clients 
 Group work 




 Other, specify   
Private Welfare Agency 






 Community organization 
 Other, specify  
OTHER 
 Private practice 
 Teaching social work 
 Plan to leave field 
 Other, specify  
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